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Abstract
This article describes the experience of conducting a
Kazakh national university. "360-degree" method was applied as methodological basis for assessment of performance of 
lectures. This method assumes the assessment of an employee from all perspectives by his managers, colleagues,
subordinates, etc. The article describes the research findings received during the assessment of professional and personal
competencies of lectures by their colleagues and managers. When designing the questionnaire, we considered the educational,
methodical, scientific, public, ethic and psychological aspects of lecturers activity. The main challenge in data analysis at the
first stage of the study was the subjectivity of assessment which was affected by a bias of colleagues or personal features of 
the assessed lecturer. At the same time, such method definitely serves as a tool for self-development of the lecturer or as a 
subject for joint analysis with his/her manager.
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1. Introduction
Effective management of a modern university is impossible without the account of its corporate culture.
Though abroad this trend has become important in the early 1980s (Deal & Kennedy, 1982; Kilmann & Saxton,
1983, 1985; Denison, 1989), in Kazakhstan, the peak of interest to the subject is observed at present. Kazakhstan
universities have begun to implement the corporate policies and standards of conduct in the management system,
develop the ethical codes, pay special attention to corporate rituals, etc. Fundamental grounds of the organization 
the value system, management style, performance of assigned duties by employees are the prerequisites for
high-quality functioning of higher educational institution. Formation of corporate culture of teaching staff 
promotes improvement of their social responsibility, voluntary adoption of obligations to the organization and 
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society which are outside of the requirements defined by the law or other regulatory norms (Vasyenina & 
Chernyaeva, 2004.)  
A lecturer is a main participant of all processes in higher educational institution, a warrant of quality education 
and a link between administration and students (Nikulina & Rimskaya, 2006). One could say that the work of a 
lecturer of a higher educational institution is almost universal in its many-sidedness. A lecturer should be a first 
class expert in his field of knowledge, a qualified teacher, a good tutor, a productive scientist. To a large extent, 
the quality of training of specialists in higher educational establishments depends on how the lectures meet these 
requirements. Democratic reforms in the local higher educational institutions resulted in the necessity to develop 
a system for assessment of professional performance of lectures, their compliance to corporate requirements. It is 
very difficult to assess the contribution of certain lectures in the level of knowledge and abilities of the graduates, 
since such criteria integrate the results of joint work, and the abilities and diligence of each young specialist. 
Therefore, it is necessary to implement a system of objective and most comprehensive attribution of lecture  
performance, the assessment of their activity. Primitive ways of subjective assessment (e.g. 
are not acceptable for higher educational establishments and cannot be any reference point for the 
assessment of an expert. Only regular assessment of work of a lecturer can reveal deficits and strong points in 
his/her work and allow timely corrections (Spivak, 2001; Antsupov & Kovalev, 2008). The assessment of 
performance of the teaching staff, its compliance to corporate requirements is an important component of the 
education management system developed by the Kazakh national university N.A. Al-Farabi. To assess the 
teaching staff, we use the rating of a lecturer's performance as the main method and the questionnaire survey 
assessing the performance quality of a lecturer. Individual average of each lecturer is an indirect measure of 
his/her influence and is the most possibly notional for the lecturer since it reflects the opinion of professionals. In 
this regard, the university management shall be very sensitive to conducting such questionnaire surveys so that 
the discussion of these estimates would serve for further strengthening and unity, and not the splitting of teaching 
staff. Besides, the average estimates reflect the emotional-psychological climate, the level of satisfaction of 
employees with their environment and the relations between lectures. This article describes the experience of 
university named after Al-Farabi. 
2. -  method 
"360-degree feedback" method was applied as methodological basis for assessment of performance of 
lectures. 360 Degree Feedback, 360 Degree Assessment is the system of performance assessment which provides 
for collecting data about their performance from a range of sources (Word, 2006). Traditionally, these sources 
include: supervisors of the assessed; his colleagues; subordinates; the lecturer him/her-
 
-  the competences of employees, such as: professional qualities; 
the ability to organize the work of department; leadership skills; resistance to stress; cooperation skills; 
communication skills; commitment; the ability to delegate tasks; the ability to motivate the subordinates (Beerli 
& Kozub, 2009; Eyhinger & Lombardo, 2007; Cooper, Robertson, & Tinlayn, 2009). People who assess each 
other by "360-degree" method should know each other well, have some history of interaction in working 
environment and experience of joint solution of problems. In most cases, this can be applied only to the 
employees who have already joined the team, when colleagues have what to say about them. 
 
3. Method of questionnaire survey, technology of survey 
 
on the compilation and analysis of the experience of similar surveys in the higher educational institutions of 
Russia (Drantusova & Knyazev, 1999; Firsova, 2001; Belyaev, 2007; 
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questionnaire, we considered the educational, methodical, scientific, public, ethic and psychological aspects of 
ch presupposes a 5-
point determination of the values   
   manifested often or 
always). The final is presented in Table 1: 
 
 
Questions Scales 
How effective does he/she use the modern educational technologies in education activities? 1    2    3    4    5 
How actively does he/she participate in the public life of the department, the faculty and the 
university? 
1    2    3    4    5 
How respectful and delicate is the lecturer in communication with colleagues and students? 1    2    3    4    5 
How actively does he/she use the technical education aids? 1    2    3    4    5 
How productively and timely does he/she perform the assigned work? 1    2    3    4    5 
How would you evaluate the educational and methodical performance of the lecturer? 1    2    3    4    5 
How successful is his/her educational work with the students? 1    2    3    4    5 
How competent is the lecturer in the professional field? 1    2    3    4    5 
How well is he/she working in the team? 1    2    3    4    5 
 
The technology of survey, its results became the subject of wide discussion between the lecturers. The 
methodology of this survey implied a total survey; the questionnaire survey was computerized: the questionnaire 
was available in online mode at the corporate site. 
Automated processing of the results allowed receiving various scores in several areas: a) personal assessment 
allowed receiving estimated score of each lecturer and making a simple ranking; b) statistical processing allowed 
at a certain department (university faculty, chair) and at 
the entire university; c) aspect assessment allowed analyzing the opinion of colleagues (students) about the 
lecturer based  
 
3.1. Application of method: Pilot experience  
 
due to the fact that the results of the first questionnaire survey were not reliable enough to judge the actual trends 
of the lecturers' performance at the university. Particularly, they were characterized by weak differentiation of 
obtained scores, low participation of some departments in questionnaire survey, formal attitude of the teaching 
staff to filling in the questionnaires.  
Less than 50% of lectures took part in the survey. Almost 60% of lecturers obtained an average score of 4.6 to 
5. However, the preliminary results of survey deserved their identification and analysis. First of all, the findings 
to some extent reflected the status of corporate and organizational culture of the university. Informal chats with 
the lectures on the results of the survey revealed that they feared the assessment and the organizational 
e assess you well, and you will 
colleagues since they did not possess enough objective data on the professional competence of their colleagues.  
Secondly, we have to admit that we ignored an important stage preceding the questionnaire survey, that is, the 
psychological preparation of the lectures to adequate assessment of performance of their colleagues. In other 
words, the outreach was not conducted properly, during which we were to explain to the staff that the main 
purpose of these surveys was to identify the strengths and weaknesses in order to enable the lecturers to build 
their own self-improvement program.   
During discussion of the results of the survey by the university management (the rectorate  the university 
deliberative assembly), it was decided to repeat the questionnaire survey. The questionnaire was revised in order 
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to minimize bias wording of the questions and clarify the assessment criteria. An outreach was conducted before 
the repeated survey. The assessment by heads of chairs was derived as a separate component of the assessment of 
activity of the teaching staff.  
The second stage of survey showed that the lecturers addressed the assessment more seriously. This was also 
confirmed by the level of participation - over 70% of teaching staff, and a higher level of score differentiation. 
However the analysis of questionnaires filled in by the heads of chairs showed that only 48% of them 
demonstrated willingness to assess their colleagues by each criterion. About 42% of the heads of chairs put to all 
their staff on all criteria only five  that is, they evidently filled in the questionnaire formally.  33% did not put 
any scores to any of their lecturers, that is openly ignored the survey; 3% rated their colleagues in all criteria 
either only to "5", or "3" and "2", which is clearly the predominance of subjective personal attitude to the 
lecturers, regardless of their professional performance.  
Thus, the results of survey highlighted certain characteristics of the corporate culture of the heads of chairs of 
the university, that is, is a low degree of correlation with their corporate mission, not enough responsibility, 
honesty, objectiveness, and fair attitudes to the performance of their duties. As a result of all this is the poor 
integration of most heads of departments in solving such an important task as the assessment of the staff 
performance which directly influences the improvement of this very performance.  
Analysis of pilot experience brought the authors to certain conclusions on the main conditions for successful 
above all: 
- A solid team, trust relationships between the employees; 
- Provision of anonymity of assessments (confidence of the lectures that their assessments will not be 
disclosed); 
- Preliminary outreach to the lecturers about the goals of assessment (the goal shall be phrased and 
communicated to the employees before the beginning of assessment, the awareness reduces stress caused by the 
assessment and permits to obtain more objective data); 
- Mandatory feedback on the assessment (to be held no later than one month after the assessment, in this 
period it remains relevant and meaningful to the employee); 
- Mandatory implementation of the outcomes of assessment (assessment for the sake of assessment makes no 
sense, precise control of implementation of the solutions makes the assessment a tool for the development of the 
teaching staff).   
It is important to make correct emphasis from the very beginning - why, for whom and for what the teaching 
staff is involved in the procedure. The first condition for the success of any employee is the knowledge of his/her 
strengths and weaknesses, and for this he/she needs feedback: The lecturer needs to know, how the results of 
his/her activity, and the commitment to quality performance of his/her job are assessed by the management and 
colleagues. So, the position of a number of specialists in the field of management with respect to the business 
assessment of employees is fully justified: it must be seen as an opportunity to discuss the progress in the work of 
the employee, choose the means to improve the activity (Spivak, 2001). It is necessary that the lecturer 
understands which mistakes he/she is making, which of them are related to his/her personality, and how to better 
 
The goal of the method is not about getting an absolute knowledge about staff members. The outcomes of 
assessment shows how the lecturer is accepted by people with whom he/she interacts, and how successful is the 
interactions and mutual understanding between the colleagues. It is necessary to 
self-assessment, receipt of assessment of colleagues and consumers (this task is not of one day) and the wish for 
positive changes in his/her activity (I compare myself today and myself yesterday, and I am glad with my 
achievements, but I do not feel upset being compared with my colleagues). An assessment of the person by 
his/her manager and colleagues allows satisfying his/her need in recognition and self-esteem, and also in 
adequate personal positioning in the team.  
One sh
 incentives, 
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punishments, promotions, etc. Also, if employees learn about such effects of the assessment, the answers will 
become either overestimated because of the unwillingness to "frame up" their colleagues, or too low so as to 
"settle old scores". This methodology serves as an instrument of self-development of a lecturer or as a subject for 
a joint analysis with his/her superior. Proper use of this method allows obtaining more reliable results and to 
make the right management decisions on their basis.. 
4. Conclusion  
staff will achieve its goals only in compliance with the certain requirements. The assessment procedure should be 
as simple, clear, accessible and executive as possible. It is also necessary to ensure publicity of procedure, that is, 
wide familiarization of the teaching staff with the procedure and methodology of assessment, dissemination of its 
results to all related parties. It is very important to provide maximum computerization of the assessment 
procedure.  
It is important to understand the opportunities provided by the assessment method, its strengths and 
weaknesses. The key challenge is the subjectivity of assessment which can be affected by the prejudice of 
colleagues and personal competence of the assessed. Questions for the questionnaire should be designed as 
properly as possible to get the most objective answers. 
One of the methodological challenges is the selection of the assessment scale. Selecting the 5-point scale, we 
found that in the case of the assessment of a lecturer it is strongly "tied" to the knowledge rating: 5 - "excellent", 
4 - "good", etc. Therefore, you need to very clearly define the quality rankings of the point scale. 
The main  
- Self-development (receiving of feedback enables the lecturer to correct his/her behavior and outline the areas 
for development); 
- Performance management (regular feedback allows the person to judge the raise of his/her efficiency); 
- Strategic and organizational development (the opportunity to define the development areas of special 
concern; application of the technique in this way is based on the fact that changing the behavior of individual 
lecturers, you can change the performance of the university as a whole). 
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